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bstract
his study examines the effect of local ties of organizational actors on their degree of job engagement and performance. The study carried out a
urvey with 249 respondents and analyzed the effect of local ties (i.e., ties of the ego) through degrees of intra-organizational social connections.
ngagement was measured in physical, cognitive, and emotional dimensions. Performance was represented by the degree of achievement in tasks.
he results show that only cognitive engagement and performance are influenced by degrees of intra-organizational social connection. These results
re explored in the conclusions of the article.
 2016 Departamento de Administrac¸a˜o, Faculdade de Economia, Administrac¸a˜o e Contabilidade da Universidade de Sa˜o Paulo – FEA/USP.
ublished by Elsevier Editora Ltda. This is an open access article under the CC BY license (http://creativecommons.org/licenses/by/4.0/).
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esumo
este artigo, teve-se como objetivo examinar o efeito dos lac¸os locais dos atores organizacionais em seu grau de engajamento e desempenho no
rabalho. O estudo foi realizado por meio de um survey  com 249 respondentes. O efeito dos lac¸os locais (i.e., lac¸os do ego) foi analisado por meio
o grau de conexão social intraorganizacional. O engajamento foi mensurado nas dimensões física, cognitiva e emocional. O desempenho foi
epresentado pelo grau de consecuc¸ão das tarefas. Os resultados apontam que apenas o engajamento cognitivo e o desempenho são influenciados
elo grau de conexão social intraorganizacional. Tais resultados são explorados nas conclusões do artigo.
ministrac¸a˜o e Contabilidade da Universidade de Sa˜o Paulo – FEA/USP.
 uma licenc¸a CC BY (http://creativecommons.org/licenses/by/4.0/).
los locales de los actores organizacionales en su nivel de compromiso y
urvey  con 249 encuestados. Se evaluó el efecto de los vínculos locales (o
nizacional. El compromiso fue medido en las dimensiones física, cognitiva 2016 Departamento de Administrac¸a˜o, Faculdade de Economia, Ad
ublicado por Elsevier Editora Ltda. Este e´ um artigo Open Access sob
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esumen
l objetivo del presente trabajo fue examinar el efecto de los víncu
endimiento en el trabajo. El estudio fue realizado por medio de un s
ea, vínculos del ego) por medio del grado de conexión social intraorga∗ Corresponding author.
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y emocional, y el desempen˜o fue representado por el grado de cumplimiento de las tareas. Los resultados indican que sólo el compromiso cognitivo
y el desempen˜o están influenciados por el grado de conexión social intraorganizacional. Se detallan estos resultados en las conclusiones del artículo.
© 2016 Departamento de Administrac¸a˜o, Faculdade de Economia, Administrac¸a˜o e Contabilidade da Universidade de Sa˜o Paulo – FEA/USP.
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ntroduction
The search for a sense of cohesion is a key characteristic of the
ehavior of social actors (Friedkin, 2004; Kadushin, 2001). This
eaning is constructed by connecting with other individuals or
ven anthropomorphized non-human elements (e.g., artifacts,
eligious agents) (Epley, Akalis, Waytz, & Cacioppo, 2008;
alton, Cohen, Cwir, & Spencer, 2012). The reasons for this
earch for connections are centered on the basic need for secu-
ity and avoidance of isolation, loneliness, and anguish (Castano,
013). Walton et al. (2012) claim that a sense of relating and
elonging to a group considered familiar centrally represents
he characteristics of that conceptualized in the field of psychol-
gy as a social connection. Kadushin (2001, 2012) points out
hat this need to belong to a collectivity creates a sense of safety
hat characterizes one of the main motivations for the formation
nd maintenance of social networks.
The main implication of this basic need of the individ-
al when taking into account the organizational context is the
reation of social norms of acceptance and inclusion. This
ind of social norm is the positive expectations that a focal
gent (ego) has in relation to their contacts (alters) in intra-
rganizational networks, with regards to their inclusion. The
ocal agent creates an expectation of their role in relation to
ther social actors of an organization in the sense that their con-
acts, especially their strong ties (with whom they have more
requent interaction) (Granovetter, 1973), behave in a manner
hat makes them feel included in an organization. Studies on
xpatriates are among the clearest examples of the negative
ffects generated by newcomers faced with co-workers who
o not perform this social role—i.e., they do not act in a way
hat tries to make the new member feel part of the organiza-
ion (Pruetipibultham, 2012; White, Absher, & Huggins, 2011;
amazaki, 2010).
The expectation of being welcomed and accepted by col-
eagues, or even treated intimately like a member of a family
Balkundi & Harrison, 2006; Okhuysen, 2001), has effects on
he behavior of organizational actors. Especially in Brazil where
eople are typically characterized as welcoming, typified in Sér-
io Buarque de Holanda’s Cordial  Man  (2008, p. 146), there is a
ontinuous reconstruction of the expectation of being accepted
y peers. It is particularly important, therefore, that the effects of
his phenomenon are investigated in more detail. In this line of
easoning, the concept of intra-organizational social connection
Maciel, 2015; Maciel & Camargo, 2015) is employed in the
resent study. Intra-organizational social connection reveals to
hat extent a focal agent (ego) notices that their local ties (alters)
ehave in a way that makes them feel part of an organization.
hus, it is relevant to examine the influence of this perception
n behavior at work.
c
(
bTo evaluate this type of relationship the following objective in
his study was defined: Examine the effect of local ties of actors
mbedded in intra-organizational networks on engagement and
erformance at work. These dependent variables were chosen as
hey represent some of the key behaviors in formal and informal
valuations at work (Downing, 1994; Rich, Lepine, & Crawford,
010). Engagement is treated as a construct composed of phys-
cal, cognitive, and emotional dimensions. These dimensions
orrespond to the degree to which a worker employs his or her
hysical strength, attention, and emotional energy in activities
Christian, Garza, & Slaughter, 2011; Kahn, 1990; Zhu, Avolio,
 Walumbwa, 2009). Task performance refers to the degree to
hich an individual fulfills the obligations associated with a
articular function (Ng & Feldman, 2009).
The main contribution of this work is that it goes beyond
esearch that only emphasizes the effects of a job’s nature (e.g.,
utonomy), dispositional variables, and sociodemographic vari-
bles in engagement and performance, and therefore examines
he importance of relational resources in greater detail. More-
ver, this study overcomes the limitations of strictly structuralist
tudies, which are almost invariably restricted to examining the
nfluence of the structural characteristics of intra-organizational
etworks, such as centrality, reciprocity, and structural holes
n behavioral variables (e.g., Perry-Smith, 2006; Raider &
rackhardt, 2001). Thus, it is possible to consider with greater
are social actors’ reflexivity in the performance of their local
ies and examine the effects of this evaluation at work, since this
henomenon has been addressed only peripherally in previous
esearch.
ntra-organizational  social  connection  as  a  relational
esource
This work presents the intra-organizational social connec-
ion construct as an alternative to traditional measurements of
ocial network analysis (Hanneman & Riddle, 2011; Kadushin,
012) or as a type of relational resource (Freeney & Fellenz,
013; Grant, 2007). In classical structural analysis of social
etworks (Freeman, 1977) reflexivity of social actors is disre-
arded (Emirbayer, 1997; Emirbayer & Goodwin, 1994). The
dea of evaluation and attribution of meaning by a network agent
s totally ignored because behavior occurs directly in accordance
ith—for example, the number of incoming ties (in-degree
entrality), outgoing ties (out-degree centrality), similarity in
he pattern of ties (structural equivalence), or the proportion
f non-redundant ties (structural roles). In such studies, the
nterpretation that a focal agent (ego) makes about their own
entrality or any other property and action of their contacts
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In this sense, the notion of intra-organizational social connec-
ion makes it possible to consider the capacity for reflexivity of
ntra-organizational network agents, since each focal agent eval-
ates the behavior of their contacts from institutionalized norms
hat are associated with typified roles in the context of organi-
ations. More specifically, defining intra-organizational social
onnection as a generalized perception where contacts—who
he focal agent ranks as targets of more frequent interactions
i.e., strong ties) (Granovetter, 1973)—behave in a way that
ontribute to the construction of meaning that they belong to,
hich in turn is connected to a set of relationships of a par-
icular socially integrated group. The construct shows to what
xtent contacts (alters) make the ego feel: (i) that they belong
o the organization; (ii) that they are connected to an intra-
rganizational network; (iii) that they are part of a cohesive
roup; and (iv) that they form part of a group which could be
egarded family (Maciel, 2015). It is important to stress that even
hen the construct is a generalized expectation in terms of the
asic needs of any individual, the intensity of this expectation
an vary depending on specific norms of reciprocity in each cul-
ural context (e.g., Brazil) (Holanda, 2008), sociodemographic
ttributes, dispositional orientations, different processes of orga-
izational socialization, hierarchical position, and type of work
n organizations.
Considered a relational resource (Grant, 2007), intra-
rganizational social connection can be framed in a broader set
f company assets that facilitate the allocation of energy at work
nd contribute to productivity (e.g., organizational support, con-
dence, and sense of reciprocity). According to Freeney and
ellenz (2013), relational approaches (i.e., those that emphasize
he role of social resources in the execution of tasks) may indi-
ate the type of relationship they operate as antecedents to the
egree of effort applied to work. Grant (2007) reinforces this
easoning when he calls attention to “work’s relational archi-
ecture” (p. 396), which stresses relational properties, such as
hysical proximity, duration, and frequency of contacts, influ-
nce psychological states, identity, and worker behavior. The
tatements presented here converge to highlight the importance
f the effects of relational resources on behavior. However,
esearch of this type has been restricted to the effects of social
upport and confidence in the allocation of energy at work (e.g.,
thman & Nasurdin, 2013). From these notes, the central idea
f this research (detailed in the development of hypotheses in
he next subsection) is that behaviors which reflect the allocation
f energy at work (engagement) and the level of achievement of
asks (performance) are influenced significantly by the degree
f intra-organizational social connection.
ntra-organizational  social  connection,  engagement,  and
ob performance
Engagement at work is the employment and expression of
hysical, cognitive, and emotional energy of organizational
embers in executing their roles. The degree of allocation of
hese types of energy describes to what extent social actors
djust their ego in organizational roles (Kahn, 1990; Rich et al.,
010; Saks, 2006). A high degree of engagement is seen as
t
o
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n organizational member who is task orientated, physically
bsorbed by the performance of their work activities (when they
re available or psychologically present), and has active, posi-
ive emotions (Christian et al., 2011; Freeney & Fellenz, 2013;
ich et al., 2010). Discussions on the factors that contribute to
ncreased engagement invariably recognize the role of charac-
eristics of the work as a central element, but of course it is not
he only or the most important set of predictors for this behavior
e.g., Bakker et al., 2007; Kahn, 1990; May, Gilson, & Harter,
004; Olivier & Rothmann, 2007; Saks, 2006).
Aiming to expand the set of known predictors of engage-
ent, some research has begun to examine the role of relational
eatures in the variation of energy expended at work (e.g.,
akker & Bal, 2010; Freeney & Fellenz, 2013). Freeney and
ellenz (2013)—for example—from an investigation into two
aternity hospitals, presented evidence that a social support
upervisor increased engagement at work for midwives. Bakker
nd Bal (2010) also found positive effects in the relationship
etween focal actors and their supervisor in teachers’ level of
ngagement. Saks (2006), in a study with 102 respondents of
arious functions in different organizations, pointed out that a
upervisor’s social support was not related to engagement in
heir sample, but that social support from the organization was.
thman and Nasurdin (2013), in a sample of 402 nurses from
hree hospitals in Malaysia, found positive effects of supervisor
upport on engagement, as well as no significant relationship
etween this dependent variable and the support of colleagues.
livier and Rothmann (2007), from a survey of 171 employees
rom a petroleum company, showed that both adjust to the type
f work because norms and relationships with colleagues are
ignificant predictors of engagement.
As exemplified above, studies that focus on the interaction
etween relational resources and engagement at work predomi-
antly employ the notion of social support (in organization size,
upervisors, and colleagues) as an independent variable. Such
nvestigations just repeatedly focus on these kinds of social ties.
ome exceptions are recent works that relate engagement to
harismatic leadership (Babcock-Roberson & Strickland, 2010)
nd confidence (Lin, 2010). In this sense, the role of intra-
rganizational social connection in the degree of engagement
t work can contribute to delimit, like other types of relational
ontent (i.e., the actions of local ties in the construction of mean-
ng in which the focal actor is connected to the organization),
hat influences this type of behavior.
More precisely, the argument that the higher the degree of
ntra-organizational social connection the greater the degree of
ngagement is focused on the idea that local ties (alters) of a
ocal actor (ego) contribute to the development and sustenance
f psychological conditions, which act as drivers of the level of
nergy intensity allocated to work (Bakker & Bal, 2010; Freeney
 Fellenz, 2013; Kahn, 1990). The seminal work of Kahn (1990)
efines the concept of engagement through ethnographic data
ollected in an architectural firm and summer camp. He found
hat three psychological conditions centrally affect the amount
f energy invested in work: significance, safety, and availability.
Intra-organizational social connection—i.e., the evaluation
f contacts (alters) that the ego has more frequent interaction




































































































n80 C.O. Maciel, C. Camargo / Revist
ith—behave in a way that includes them in an intra-
rganizational network and make these relationships familiar
nd cohesive (Balkundi & Harrison, 2006; Maciel, 2015; Maciel
 Camargo, 2015). These effects, to some extent, satisfy the
sychological conditions for engagement. According to Kahn
1990), work is seen as meaningful when there is a sense of
eturn of efforts when one’s experience in the organization
eels of value. This feeling of appreciation is due in part—as
utlined—to the general perception of inclusion in an intra-
rganizational network. Kahn demonstrated that the perception
f significance of the work varies according to workplace inter-
ctions, as such interactions provide a sense of belonging and
ppreciation.
The second psychological condition is safety. Kahn (1990)
xplains that this feeling is found when the organizational actor
as no fear of being exposed to colleagues during the perfor-
ance of their activities. The perception that there will be no
dverse consequences from alters enables an easier and more
ranquil allocation of energy by focal actors in activities. The
ense of being connected to a cohesive group characterized
y familiarity (Okhuysen, 2001) provides the conditions for
his type of evaluation. According to Kahn, safety stems from
ersonal relationships that provide support and do not gener-
te feelings of being threatened, resulting in the organizational
ember perceiving the work environment as a safe place to
xpress more freely the various parts of the self. The third
sychological condition is availability, which means that the
rganizational member feels physically, cognitively, and emo-
ionally willing to invest their energies at work. The influence
f intra-organizational social connection on this kind of feeling
s also justified in theory, because the focal actor’s perception
hat their ties of more frequent interaction try to make them feel
ncluded contributes to the judgment that they will receive sup-
ort when applying their physical efforts, attention, and positive
alence at work (Kahn, 1990; Saks, 2006). From such assertions,
ypotheses were deducted that relate intra-organizational social
onnection to the three dimensions of engagement.
1.  The degree of intra-organizational social connection
elates positively to the degree of physical engagement at work.
2.  The degree of intra-organizational social connection
elates positively to the degree of cognitive engagement at work.
3.  The degree of intra-organizational social connection
elates positively to the degree of emotional engagement at work.
Task performance is one of the overall job performance
imensions (Ng & Feldman, 2009) and is traditionally consid-
red in seminal studies on worker evaluation. It is defined as
he achievement of specific behaviors that are expected based
n the job description (Rich et al., 2010; Sonnentag, Volmer,
 Spychala, 2008). Sonnentag et al. (2008) noted that the
uality of specific behavior varies depending on a variety of
ntecedents that have been extensively studied in relation to the
ndividual nature of predictors (e.g., cognitive skills, knowledge,
ttitudes toward the organization) and predictors of a situational
ature (e.g., nature of the task). However, only recently has the
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erformance (Grant, 2007; Rich et al., 2010; Sonnentag et al.,
008), but it tends to emphasize the influx of sociometric indica-
ors, thus neglecting the importance of the content of ties (e.g.,
vans & Davis, 2005; Mehra, Kilduff, & Brass, 2001; Sparrowe,
iden, Wayne, & Kraimer, 2001).
Emphasis on the content of ties is important for the focal
gents to reflect on the actions of their ties (alters), and that
he result of this reflection influences their performance. This
s for two main reasons: first, because the focal actor has in
heir contacts—depending on the valence of the relationship—a
esource that can be activated when there is need for assis-
ance, knowledge, coordination, and emotional support from
heir peers; second, because the content of the relationship is
ubject to the norms of reciprocity—that is, when the focal actor
eels that their ties try to give them a sense of well-being—social
orms operate in a way that make them obliged to reciprocate
including in their job performance), because their work activ-
ties are often coordinated with other organizational actors and
eigh on the evaluation of the group as a whole (Halbesleben
 Bowley, 2007; Halbesleben & Wheeler, 2011). Halbesleben
nd Wheeler (2011) state that the norms of reciprocity (feel-
ng in debt to another)—such as those that can be generated by
he generalized perception that the contacts of the focal actor
ave included them in the intra-organizational network—drive
he investment of resources in performance tasks. Therefore, the
otion of intra-organizational social connections contributes to
he variation of task performance—when operating as a rela-
ional resource—and is a source of positive norm reciprocity
Halbesleben & Wheeler, 2011). Thus, the fourth hypothesis of
he study was deduced:
4.  The degree of intra-organizational social connection is
ositively related to task performance.
ethodological  procedures
To test the hypotheses, we opted for the survey as a research
ethod. A graphics company located in the south of Brazil was
efined as the social context for research, which had almost
ne thousand employees during the time of study. To preserve
he anonymity of the company, the survey’s results will not
isclose names. Questionnaires were distributed in all depart-
ents of the company, but only 271 were answered and returned.
fter excluding questionnaires that were incomplete or had no
ariation in responses, the final sample consisted of 249 respon-
ents. Thus, non-probability sampling was used for adhesion,
nvolving only analytical possibilities for generalization and
heory. The data analysis stage involved descriptive statistics,
onfirmatory factor analysis (CFA) with structural equations,
nd multiple regression analysis. For data analysis, PASW® and
MOSTM version 18 software were used.
The data collection instrument (i.e., structured question-
aires) consisted of interval, nominal, and ratio scales. A
0-point scale was used for interval measurement. According
o Fornell (1992), this variation in responses improves the qual-
ty of the data distribution by reducing indices of asymmetry.
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his measure has six indicators for each of the three dimensions
f engagement (i.e., physical, cognitive, and emotional), total-
ng 18 items. In the original study, this scale was only evaluated
or validity by Cronbach’s alpha = 0.80 for a high-order fac-
or. The task performance scale measures the degree to which
he requirements of a respondent’s role are being effectively
et. The measure was adapted from Williams and Anderson
1991) and comprises of seven affirmations. The indicators of
his scale were changed from the third person to the first person
ingular to facilitate respondent understanding. In the study by
illiams and Anderson (1991), this scale presented Cronbach’s
lpha = 0.80. The degree of intra-organizational social connec-
ion was evaluated by four indicators developed by Maciel
2015) from the literature on social networks and relation-
hips (Maciel & Camargo, 2015). This scale presented average
ariance extracted (AVE) = 0.55, composite reliability = 0.82,
nd Cronbach’s alpha = 0.80 in the original study. Appendix 1
ontains the diagram used to assist the respondents of the ques-
ionnaire. Overall satisfaction was used as a control variable
o verify how intra-organizational social connection relates to
ngagement and performance, even in the presence of influences
f satisfaction on these dependent variables. Satisfaction was
ssessed using a scale composed of five indicators by Brayfield
nd Rothe (1951), which is widely used in research on orga-
izational behavior. This scale was assessed in the original
tudy by the Spearman–Brown coefficient = 0.87. All indicators
n English were translated and adjusted when necessary. Ratio
cales (age and time at the company) and nominal scales were
lso used as control variables in the testing of the hypotheses.
ge and time at the company were measured in years. Nomi-
al variables followed these encodings: sex (0 female, 1 male),
arital status (0 single, 1 married), education (0 completed high
chool, 1 completed higher education), position (1 operational,
 supervision, 0 coordination or above).
alidation  of  the  measurements
Interval measurements in the survey were examined in terms
f validity and reliability. For this procedure, CFA analysis
as applied, defining the maximum likelihood as an estimation
ethod (Hair, Anderson, Tatham, & Black, 2009). Asymmetry
nalysis indicated that the variables had indices between 0.73
nd −1.36, enabling the application of this estimation method.
ccording to Schumacker and Lomax (2004), asymmetry values
etween ±1.50 permit application techniques that presuppose
ormality without incurring losses with respect to Type I and
I errors. All interval indicators were submitted to CFA for
 structure with six first-order latent variables. Good quality
f adjustment of the empirical data matrix to the theoretical
ramework for the measures χ2 [1411.71]/Degrees of Freedom
512]
= 2.75, and root mean square error of approximation = 0.08
ere found (Hair et al., 2009). Comparative fit index = 0.88, the
ncremental fit index = 0.88, and the Tucker–Lewis index = 0.87
an be considered reasonable, because they are very close to the
eference of (0.90) (Schumacker & Lomax, 2004). Even though
n additional sample for independent validation was not fea-
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hich presented no strong covariance to indicate the need for a
ew specification. Residual correlation indicated a poor fitting
odel.
The results from the CFA (shown in Table 1) confirmed the
alidity of the convergent indicators as the standard position for
ach of the items was statistically significant (p  < 0.01). Cron-
ach’s alpha (α) is above 0.80 for all factors, indicating good
nternal consistency of the measurements. Discriminant valid-
ty was also proven to verify the correlation among the factors,
hich when squared was below the AVE (Fornell & Larcker,
981). Composite reliability was also high in all factors (>0.70),
s detailed in Table 1.
nalysis  and  discussion  of  results
In the study, 65.1% of the sample are male respondents and
4.9% are female, 43.7% of whom are married. In relation to
he level of education, 51.9% had completed high school and
8.1% had completed higher education. The average age is 31
ears old. The average time at the company is 4.72 years. The
istribution at hierarchical levels reveals that 56.5% are in oper-
tional positions, 27.4% in supervisory positions, and 16.1% in
ositions above supervisor. The means of the continuous vari-
bles and correlations appear in Table 2. These correlations are
resented only to show that there were significant associations
mong variables and, therefore, that testing of the hypotheses
sing multiple regression analysis was justified.
In multiple regression analysis applied to the testing of
ypotheses (as shown in Table 3), eight models were prepared,
ncluding one for each dependent variable only with the con-
rol variables and another with the control variables and the
ain effect also combined for each of the variables to be
xplained. The results of the hypotheses have been considered
rom the second regression model for each dependent variable,
.e., the hypotheses are only tested in models 1 (Hypothesis 1), 4
Hypothesis 2), 6 (Hypothesis 3), and 8 (Hypothesis 4). In mod-
ls 1, 3, 5, and 7, only the control variables were considered,
hich does not permit the analysis of the hypotheses. Accord-
ng to Pedhazur and Schmelkin (1991), comparison of the model
f the control variables with the model that includes the inser-
ion of the main effect of variables is commonly used to assess
he partitioning of variance and its increase in terms of explana-
ory power. In model 1, for example, the control variables have
n adjusted R2 = 0.26. When the intra-organizational social con-
ection variable was inserted, it did not increase adjusted R2,
.e., there was no increase in relation to the model of the control
ariables.
Hypothesis 1, which positively relates social connection to
hysical engagement, was not proven. However, the model of
he control variables has an adjusted R2 = 0.26, showing that
en, people with higher education levels, and operational pos-
tions rather than management expend more physical energy
uring their activities. This finding, which is different to the lit-
rature, is interesting because it suggests that physical energy
sed at work does not show variation (positive or negative) in
elation to the social connection provided by their local net-
ork. Even in the absence of such relationship quality in the
382 C.O. Maciel, C. Camargo / Revista de A
Table 1
Confirmatory factor analysis.*
Description of manifest variables and reliability of
latent variables
Loading
Emotional engagement (AVE = 0.65; Composite Reliability = 0.91;
α = 0.91)
I am enthusiastic in my job 0.760***
I feel energetic at my job 0.858***
I am interested in my job 0.826***
I am proud of my job 0.748***
I feel positive about my job 0.805***
I am excited about my job 0.822*
Physical engagement (AVE = 0.78; Composite Reliability = 0.95;
α = 0.95)
I work with intensity on my job 0.838***
I exert my full effort to my job 0.835***
I devote a lot of energy to my job 0.906***
I try my hardest to perform well on my job 0.919***
I strive as hard as I can to complete my job 0.863***
I exert a lot of energy on my job 0.918*
Cognitive engagement (AVE = 0.68; Composite Reliability = 0.92;
α = 0.92)
At work, my mind is focused on my job 0.809***
At work, I pay a lot of attention to my job 0.780***
At work, I focus a great deal of attention on my
job
0.886***
At work, I am absorbed by my job 0.771***
At work, I concentrate on my job 0.866***
At work, I devote a lot of attention to my job 0.817*
Satisfaction (AVE = 0.72; Composite Reliability = 0.92; α = 0.92)
I feel fairly satisfied with my present job 0.815*
Most days I am enthusiastic about my work 0.886***
Each day at work seems like it will never end 0.860***
I find real enjoyment in my work 0.836***
I consider my job to be rather unpleasant 0.844***
Performance (AVE = 0.65; Composite Reliability = 0.93; a = 0.92)
I perform my duties properly at work 0.770*
I meet the responsibilities that are specific to my
work activities
0.790***
I complete the tasks that are expected of me 0.835***
I met the demands of my work 0.889***
I prioritize the activities that directly affect the
evaluation of my work
0.834***
I take care of my mandatory work activities (I) 0.640***
I have failed to perform essential duties at my
job (I)
0.751***
Intra-organizational social connection (AVE = 0.68; Composite
Reliability = 0.89; α = 0.89)
My contacts at work make me feel that I am part
of the organization
0.828*
My contacts at work make me feel included in
the organization
0.884***
My contacts at work make me feel that I am part
of an integrated group
0.862***
My contacts at work make me feel like I am at
home
0.714***
Source: Prepared by the authors.
*** p < 0.01.
* Significance not calculated (parameter at 1). (I) inverted indicator.
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ocal structure of the focal actor, energy expended during work
ctivities does not suffer. Thus, other factors supported by the
iterature, such as the nature of the task, may be a variable of
reater explanatory power for physical engagement, for exam-
le. Hypothesis 2 maintains that there is a positive influence
f social connection on cognitive engagement. The relation-
hip has been proven in a model that elevates the adjusted
2 of the 0.26 control variables, mainly caused by satisfac-
ion (β  = 0.50, p < 0.01) and supervision positions (β  = −0.18,
 < 0.05) for adjusted R2 = 0.45, where only the control variable
atisfaction (β  = 0.16, p  < 0.05) and the main effect of the vari-
ble intra-organizational social connection (β  = 0.55, p  < 0.01)
ere statistically significant. Unlike that found in the relation-
hip between intra-organizational social connection and physical
nergy used at work, cognitive engagement is explained by the
uality of the focal actor’s relationships (i.e., egocentric net-
ork) (Maciel, 2015; Maciel & Camargo, 2015). The feeling of
eing in a relationship with people who are striving for the indi-
idual to feel included in the organization increases cognitive
fforts directed at work. This kind of judgment resulting from
ntra-organizational social connection allows greater familiar-
ty and tranquility because it reduces uncertainty and insecurity,
llowing attention to be applied to work rather than being con-
erned about social inclusion in the workplace (Maciel, 2015).
Hypothesis 3—the first tested relationship—was also not
roven. The argument that the greater the social connection the
ore emotional engagement there will be was not supported
tatistically. However, the model of the control variables pre-
ented adjusted R2 = 0.60 for satisfaction (β  = 0.77, p  < 0.01),
perational position (β  = 0.18, p  < 0.05), supervision position
β = 0.12, p  < 0.10), sex (β  = −0.10, p  < 0.05), and age (β = 0.12,
 < 0.10), which proved to be statistically significant predictors
f emotional engagement. This discovery enables us to affirm
hat intra-organizational social connection that originates from
ocal ties does not extend to the organization, but also that it
oes not compete with the emotional effort that is placed in
ork. In turn, Hypothesis 4 was proven, demonstrating that
ocial connection is positively related to task performance. The
odel of control variables presented an adjusted R2 = 0.33. In
his model, the variables satisfaction (β  = 0.62, p  < 0.01) and
perating position (β  = 0.25, p < 0.05) are the only statistically
ignificant predictors. For the main effect model, adjusted R2
s raised to 0.49. In this last model, the main effect variable of
ntra-organizational social connection (β  = 0.51, p  < 0.01) and
he control variables satisfaction (β  = 0.30, p  < 0.01) and oper-
ting position (β  = 0.17, p  < 0.10) were statistically significant
redictors of job performance. The relationship between intra-
rganizational social connection and performance shows that the
uality of local ties of the focal actor is also important for the
ompany. As argued before, the judgment that direct contacts
ry to add a particular actor in an intra-organizational network
an reflect instrumental assistance and emotional support that
s offered by alters (i.e., the direct contacts of the ego). When
his occurs, the norms of reciprocity are in charge of making the
ocial actor assess this kind of support from local ties as well as
hat provided by the organization. Thus, the sense of duty and
illingness to repay translates into job performance.
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Table 2
Mean, standard deviation, and correlation among variables.
x s 1 2 3 4 5 6 7
1. Age 31.00 9.77 1.00***
2. Time at company 4.72 6.07 0.63*** 1.00***
3. Satisfaction 7.70 1.73 0.25*** 0.25*** 1.00***
4. Intra-org social connection 7.49 1.33 0.18*** 0.19*** 0.53*** 1.00***
5. Physical engagement 4.26 2.45 0.00 0.06 −0.09 0.08 1.00***
6. Cognitive engagement 7.78 1.44 0.08 0.06 0.44*** 0.67*** 0.15** 1.00***
7. Emotional engagement 7.11 1.34 0.28*** 0.23*** 0.78*** 0.51*** 0.07 0.47*** 1.00***
8. Performance 7.27 1.20 0.10 0.16** 0.55*** 0.67*** 0.06 0.65*** 0.52***
Source: Prepared by the authors.
*** p < 0.01 (two-tailed).
** p < 0.05 (two-tailed).
Table 3
OLS regression analysis results.
Physical engagement Cognitive engagement Emotional engagement Performance
Model 1 Model 2 Model 3 Model 4 Model 5 Model 6 Model 7 Model 8
Control variables
Sex 0.15** 0.15*** −0.04 −0.02 −0.10** −0.10** 0.02 0.04
Age (Log) 0.07 0.08 0.11 0.04 0.13* 0.12* 0.01 −0.05
Marital status 0.07 0.08 −0.04 −0.00 0.05 0.05 −0.06 −0.03
Education −0.41*** −0.41*** −0.05 −0.02 −0.02 −0.02 0.01 0.03
Position (operational) 0.21* 0.22* 0.18 0.09 0.19** 0.18** 0.25** 0.17*
Position (supervision) 0.05 0.05 −0.18** −0.12 0.11* 0.12* 0.02 0.07
Time at company tenure (Log) 0.11 0.12 −0.04 −0.06 0.00 −0.00 0.07 0.04
Satisfaction −0.08 −0.06 0.50*** 0.16** 0.77*** 0.74*** 0.62*** 0.30***
Main effect variable
Intra-org. social connection −0.03 0.55*** 0.06 0.51***
F 9.94*** 8.81*** 9.76*** 19.15*** 39.67*** 35.43*** 13.33*** 22.50***
R2 0.29 0.29 0.28 0.47 0.62 0.62 0.35 0.51
Adjusted R2 0.26 0.26 0.26 0.45 0.60 0.60 0.33 0.49


































m** p < 0.05 (two-tailed).
* p < 0.10 (two-tailed).
In summary, the associations between intra-organizational
ocial connection and engagement and performance variables
ndicate that the relational architecture of work is of real impor-
ance. Social connection demonstrates, for example, that the
erception of the focal actor of their contacts of most frequent
nteraction provide them with a sense of inclusion, making the
ndividual achieve higher levels of cognitive engagement and
erformance, but not greater physical or emotional engage-
ent. Therefore, the existence of contacts that perform this
ype of inclusion role can satistify necessecities of psycho-
ogical significance, saftey, and availability, which increases
ome kind of engagement but not all, as defended in the lit-
rature so far (Bakker & Bal, 2010; Freeney & Fellenz, 2013;
ahn, 1990). Thus, it is likely that the effect of social con-
ection on each type of engagement is moderated by other
ariables (e.g., autonomy). Either way, the statistically signifi-
ant relationship between intra-organizational social connection
nd cognitive engagement attests that this kind of content of
ocial relations contributes to work being seen as (i) meaning-
ul, because the interactions provide a sense of appreciation for




aolleagues; and (iii) availability, which enables the work (Kahn,
990). With regard to task performance, the results show that
ntra-organizational social connection actually produces posi-
ive conditions for the achievement of work. As argued in the
onstruction of the hypotheses, the feeling of inclusion gener-
tes indebtedness toward contacts, and these feelings in turn
xtend to the organization, causing the employee to be more
nvolved and invested in their efforts when carrying out work
Halbesleben & Bowley, 2007; Halbesleben & Wheeler, 2011).
onclusions
This study aimed to examine the effect of local ties of
rganizational actors on their degree of engagement and job per-
ormance. This objective is justified by the critical examination
f the influence of networks on behavior from measure-
ents restricted to the structure of networks. Revisions onhe ability of network theory (Emirbayer, 1997; Emirbayer
 Goodwin, 1994) to explain behavior point to the need to
ook more closely at the reflections that social actors make
bout their ties. Networks condition, and are conditioned,
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y the interpretation of these social actors. Therefore, intra-
rganizational social connection—reflected in the assessment
hat each actor (ego) makes—means that the role of inclusion
layed by their contacts (alters) of more frequent interaction
n intra-organizational networks matters, and their capacity for
gency should not be disregarded (Emirbayer & Goodwin,
994).
In this sense, it is concluded that intra-organizational social
onnection operates really like a specific type of local ties,
ith the potential to generate positive effects on an individ-
al’s behavior at work. This conclusion is justified in the
heoretical framework of this concept as a relational resource
Freeney & Fellenz, 2013; Grant, 2007). The results showed
hat cognitive engagement and performance are influenced by
he degree of intra-organizational social connection, even in the
resence of control variables (e.g., satisfaction, education, posi-
ion). Thus, the idea that interactions with those people who
ehave in a way that make the individual feel familiar and
ncluded in a social group is strengthened. This behave gen-
rates feelings of indebtedness in accoradance with the norms
f reciprocity, which drives the level of energy intensity at
ork (Halbesleben & Bowley, 2007; Halbesleben & Wheeler,
011).
In general, the concept of intra-organizational social connec-
ion extends the range of different types of social ties that can
e analyzed when investgating the conditions for an individ-
al’s behavior at work. It is possible that this type of content
n intra-organizational relationships may be as important as
hose already established in the literature and may reach the
ame status as other social ties, such as confidence, reciprocity,
riendship, and shared norms (Podolny & Baron, 1997).
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